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In an effort to reward excellence and discourage 
mediocrity, an accountability-based salary system has ijeen 
implemented for all adairjistrators in the Kalamazoo school system. 
Administrator salaries are adjusted for performance and/or 
reclassification reasons. Judgments of performance are based on the 
extent to which an administrator achieves meaningful performance 
objectives and on comprehensive feedback from relevant reference 
groups. Reclassification is based on the scope and function of the 
position. Evaluation of administrators is coordinated and finally 
determined by the superintendent after careful analysis of extensive 
input from other appropriate administrators who, in turn, utilize 
information generated by relevant reference groups. For the 1974-75 
school year, salary percentage changes for administrators vary from 0 
to nine percent. These percentages, the basic salary ranges, and 
other specifics of the performance evaluation components for 
administrators arc reviewed and updated periodically. (Appendixes may 
reproduce poorly.) (Author/WM) 
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Introduction 

Evaluation of administrative staff is one component of the compre- 
hensive accountability model now operating in the Kalamazoo Public 
Schools, To clarify the rationale for the administrator evaluation 
system it is necessary to digress momentarily to explain the primary 
thrust of the overall accountability model. 

Accountability as practiced in the Kalamazoo Public Schools in-^ 
volves the implementation of sound manap,cment concepts in an educational 
environment. In that sense it is a type of ^^comnion sense" management 
which permeates and provides direction for the entire system, Under 
this model specific objectives for various progr«ims and practices are 
determined, the extent to v:hich objectives are met is measured » and 
this information is used as feedback for making appropriate changes and 
recording progress. There are minimum objectives for all students at 
all grade levels in all courses as well as objectives relating to aca- 
demic excellence and career preparation. The commitment is made to 
meet these objectives at a minlm.um level regardless of mitigating circum-- 
stances. The accountability model enables us to maximize student 
learning, to provide scliool patrons with information regarding the 
educational return for their tax dollar, to determine student perform.ancc 
Ir.vels in all areas, to evaluate the performance of personnel throughout 
the system, and to weigh fiscal considerations against educational bene- 
fits as an important criterion in al] decision making. 

The appropriate management structure Lor im.plcmenting educational 
accountability is viewed as being nna'''^gous witli that of a succcsslul 
corporation. Under this analogy school taxpayers are to the school sys- 
tem as stockholders are to the corporation. In a like manner the Board 
of Kducation servos a function similar to that of a Board of Directors, 
the Superintencient has tlie management and leadership responsibilities 
held for the corporation president, and all other school administrators 
constitute the management team> tf;eroby assuming Ifadejship responsibili- 
ties in I lie various units, departments and buildings which are supportive 
of the system-wide managci;)cnt effort* 



It is Important to emphasize the above statoment "all other school 
adminlutratovs constitute the management team/^ Many school adininistra- 
tor groups throughout this country either have adopted or arc considering 
adoption of a strong unionlstic position* Althougli in most states any 
employee group. has the right to organisio, boards of Kducation must not 
allow strong unification of administrator groups to occur at the local 
level. Someone has to represent management and that '^someone" lias to 
be a management team consisting of administrative personnel in addition 
to the Superinuendent , In that regard administrator evaluations must 
take into consideration an administrator's contributions to system-wide 
management efforts as well as contributions pertaining to unique needs 
of individual buildings or departments. The specific administrator 
accountability salary system used to evaluate administrative staff in the 
Kalamaiioo Public Schools is presented in what follows. 



Adminis Lratov Ac co t j ntabl J. Sala rs^ S y stein 

In an effort to reward excellence and discourage mediocrity an accounta- 
bility-bascd salary sy:-Jtem hps been impleraonted for aj 1 administrators, 
VJith this systcia admi\)islra tor salaries are adjusced for either or both 
of the foIlov;ing reasons: (1) perforr:ance and (2) reclassification. 
Judgments of pGrformancc arc based on tlic extent to u'hich an adii^inistra-- 
tor achieves meaningful performance objectives and on comprehensive feed- 
back from relevant reference groups. Reclassification is based on the 
scope and function of ihc position. 

The adminii^trator accountability system is similar to that for the 
Superintendent wherein his salary at the end of each year may be adjusted 
anywliere from 10 percent upward to 10 percent downward, dependiiig on the 
extent to v;hich lie is able to meet specific performance objectives. 
One prii:unry difference is that the evaluation of the Superintendent is 
based on the collective judgnont of a sevens-member Board of iMucatiou 
xvhile the evaluation of ether adaiinistrators ir> coordinated and finally 
determined by the Superintcnuent after careful analysis of extensive 
input from olJier uppr opi lale i^thiiji'iisi'ratovs vho in turn utili'/.e infor- 
mation generated by relevant reference groups. Another difference is 
that for the 197A-75 school year percentage chaiv^es for administrators 
vary from 0 to 9 percent rather than from a negative 10 to a positive 
10 percent. These percentages, basic salary ranges, and other specifics 
of tliu perfornu'ince evaluation tomponenls for administrators are reviewed 
and updated periodically. 
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Perf oiTKUK^^^ i?.LViLyL9Jl Componan t s 

In using the Administrator Accountability Salary Syytcm to judge perfor- 
mance the Superintendent bases his evaluations on two coiiponents: 
(1) subgroup ratinj;s and (2) the meeting of performance objectives. 
Scoret? 0)1 these tvo factors are merged to determine an adminl5;trator 's 
overall performance. The merging is such tl\at the total evaluation 
based on ratings and performance objectives yields a maximum of 100 
points vith 50 points for ratings and 50 points for performance objec- 
tives as shov;n in Table 1. 



TABLE 1 

V/KIGiiTiNG FACTORS FOR ADMINISTRATOR 
ACCOUrrrABlLITY SYSTEM 



RECOI'lMENDKn 

Ratings 50 
Performance Objectives 50 
Total Points 100 



A sample of tlie form used for tlie position of Senior Hig]\ School Principal 
is shovn on tlie following page ir^ Table 2. The exact procedures followed 
for th:ii.i position are discussed in tl\c cxair.ple on page 5. The procedure 
is the sane for all other aclniLnistralivc positions witli the exception that 
the refereuce groups providing raciiigs and tlie v;eights assigned to those 
ratings vary. l^elev,nit: referc-uce groups for eacli cidiuinlstrative position 
are listed jn App^mdix A. The instrument used for Sources of Ratings is 
the Adi.iini strc-^lor Ji.nge Ques t i onr.aire (AIQ) shown in Appendix 3S . All 
scoring of rat:ing forms and arith::^etic computtitions are performed by a 
computer bnscd operation resulting in tlie type of sur^nary information 
presented in T:ih.l,e 2. Appropriate adminislirn tive personnel, through 
computer Lermlnais, h^ive nearly instantaneous access to this summary infor- 
mation as vaill as to the i:iore specific information on which tlie sur,:v.ary 
data are based. Ivxamples of infovruition Tuproi-^entinf, specific components 
of the overall adriiinJ stratur performance profile are shov;n in Appendix C. 
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TABLE 2 



AI)M1N1STR>\T0R PERFOWl/uNCE PROFILE 



POSITION — Senior UiRh School Principnl 



RAT_1HGS 

Column 1 



Column 2 



Column 3 



Soui-cc.:; o£ nat:lng s 



Multiple 
Factor 

Ass-i^.ncc! Weights (CoJ ■ 2-f5_) 



1. A.'.!f>l!;tant SupGrlntondcnit 
fov Building Adminictratiou 

2. Director of Secondary 
Inst rue t ion 

3. Teacher.'s 

4. Other Diic'cLorb, Supt.r-- 
visors and/or Coordinators 

5. Building Administrative 
StfJf f — Ascis tc;nf. Principals 
and Dean of Students 

6. Resource, people (i.e., 

I n s t r 11 c t i o n a ]. Specialist, 
Academic Spocialijit , Leader 
of Studer.c Services, etc.'; 

7. Self 



]peri'or';m:ck objectivks 

Pe r f o r i;iar.c o 0 b j c c t i v c s 
Points Achieved 



50 



15 
4 



3 

To" 



TOTAL rOlKTS 100 

PLRCEKT INCREASE OR DIXRl'ASE OF SALARY 



3.0 

3.0 
.8 

1.0 



.6 



Column 4 Column 5 
Overall 

Average Achieved 
Hating Points 
_AIQ (£olii^Col_, 3) 



3.5 
4.0 

4.0 



4.0 
3.5 



12.0 

13.5 
2.8 

4.0 

3.2 



3.2 

2 J. 
40.8 



42.0 
82.8 
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Example 



a. The jA«l!illlS:iU'>lV^^^^ column reflects tlic naxiravim numbov of 
polntvS rn.llou^Hl fur iho various rntin^; f;roups. As much 
possible lliorjo v;ca>^,hLs are mutually acceptable to both the 
e.valuator and the cvaluatee^ but in all cases 50% of the 
overall evaluation is based on Katlnj;s. 

b. The Acb i e;/c(l J^^^^^ column is a direct coinputation based on 
reactifnu; oi the; various refcircnce groups as reported on the 
Administrator linage Ques':ionnalre (AIQ) . Since the AIQ is 
based on a 5 point scale each Assi^^nod VJei[^ht in the Assi^^ned 
Weij^ljts column is divided by 5 to deternJnc the Multiple 
Factor to be used to calculate the Achieved Points column. 
This Multiple Factor p]-ovides for the proper weighting in 
tlie Achieved Points column. Note therefore tlu-it the first 
tv;o values in tl)e Achieved Points column are based on a 
Multiple Factor of 3 times the Overall Average Rating from 
two Sources of Ratings. The remaining Achieved Points are 
derived by tlie same jsrocedure bein^^ applied to other Sources 
of Pvatin^'s, The increnric or decrease of tlie Overall Average 
Rating value could be deterr.)ined by any multiple greater than 
0 dcpendln^^ upon the ;;eigh^: assigned. The degree to vhicl; the 
Achieved Points are ma>:i!r;i:':cd for any Source of Rating is de- 
pendent on the Assigned heights and Overall Average Rating. 
For in.stanee, in the example the Overall Average Rating by the 
Assistcnnt Superintendent for Building Administration v;as 

yielding an Achieved Points valu.e of 12.0 or 3.0 tJr.es 4.0. 
The Achieved Points generated by the Resource People is 3.2 
or .8 times 4. The total Achieved Points (AO, 8) derived from 
the ratings component: is a sum.mation of Achieved Points for 
each Source of Rating. 

Pe rj o I I v.-i nc^o Ohj e c^t ly o 

The otlier component of the administrator accountabi.l ity niodel is the 
extent to winch air admi ni.strator meetrs previou^^ly slated i>erfor-- 
mance objective:: ir.utually £,cceplable to both the adminis trci lor and 
iKim.cdi ate ^'.upr:rord ana te . VMiilc tlierc is Gignificinit cor.m.onal ity of 
objcctivec; for a nvmber of administrators such as tho£;e regrrdij:g 
acad-:):ic achlev.r^ont , elinnruition of discriminat ion, altoni'i lives 
to suspensions and f^.aff evaJ.uation which differentiates, in all 
cases adninit-trators have certain oljjt-ctives unique to their building 
or dcpai tr. ent . r.neh admi.ni^aratc^r ' s t'.vcmlualor condiuM::-: api)ropr 1 t:e 
conferencef, ar.d assc^sei; relevant dala in deterndning the \;elg'n'ed 
im^por lance: of objectives ar^d in examJning the emtcnt to v.diich an 
administrator mreCs slated per f r;rm.iUeo ol>jective^' for each school 
year. At the building Itivel tlu^ Directors, of I'.i omcnt :i ry and Sucon- 
dary Itn^t ruction evciluate tho^'o pL:r f ormot^ce objective's n^lating 
directly to instruction and the Assistiret Superintendent for 
Building A(l';:i:vf t rat ion ev;vluates tlio<;e ])orformnnce objeetivc^s re- 
lated to ih^' ijvMiJ i"j;U ruetiona]. areas. The teeiin](]ue Ui^ed In making 
this determina t ton in basically the snme as presented above for 



Ratingfj, The following narrative i\\ conjunction vjith Table 3 on 
ptige 7 dor.crib^is the procodurc for detarnJninf, thc^ extent to v/hich 
porformnncc objcctivor; arc iwox by the Hi{;h School Principal. 

a« The Z£Sl!]SIl]^^^!i?.J^Jl\9j^Ay^ column is used to list each 

perf oi*i(iaucc objective that ib to be ovalvuiCcd, For uomc admin-- 
i5>trators there arc ni; few as five and for other adnunislrativc 
positions as Mny as fifteen, Labclsi for objectives represented 
by tl\€ varioviy nuLabertJ are listed. 

b. The K9i.f^lt^cd_Ip.port^^ colutan allov^; the evnluator to indicvite 
the relative inportance of each objective. As in other easels 
the ai'ioauc of importance for an objective reflects iraitua.! agree- 
ment botv;cov\ the evalnator and ovaluatee if at all }'>ossiblc, 
Kxaj.'^ple.s of different values for Weighted iDOortance are .shown 
in Table 3 where acadouiLc achievement receives a l^ei{;hted Xr.por- 
trn^ce rating of 10 virile objectiver; regarding extra curricular 
activities receive a Wei^litcd Inportancc ratlnf' of A, 

0, In the I>e^;reu of Aecomplighrrent column a 5 point scale is used 
to reriuct the evaluator's judg;ient of: the extent to v?iiicli an 
objective hciS been met, A<i indicated above, conferences arc held 
with the. adnlnictrator arid evaluator to r.utually CKaiaine data 
and aHBlj^u ap]>ropriate V7eipl\tr> and values* liovevcr, the evaHia- 
tor makes the final decision regardinR the deforce of accoraplish- 
tnent fur a paiticulav objeetive, 

d» The value in the Acj}ievecj is calculated by rrxil" 

tiplyin^:, the jud£;,ed actual iJe^^reo of Aocor.iplishuent for the objcc-- 
rive tli::eH the Multiple 1-aeior, Since the Decree ot Accojaplish-- 
meat is bathed on a 5 point ticale each l.^ei^,hted Ituportanee is 
div^ided by 5 to determine: the Multiple Factor, This Multiple 
Factor provJdef. for t!ie proper veighting in the Aoliiuved Points 
co3nn-n. As an exa^ople, Objective if9 has a Mviltlplc Factor of .8 
and the Degree of Aecomplishr;ont is judp^ed to be 3^ so iho 
Ach.ieved }^ointG equals 2. A, 

e. The total Achieved Points (A2,0) derived for performance objec-^ 
tivcB is a ^aur.r.ation of the Achieved Points: for each objective, 

Finally, for the e>:ample in question by adding the two achieved t^corea 
for the tTO components AO. 8 (ratingc) and A2 (perforn;ance objectives) 
the adininistrator receives a total ncore of 02,8 pointi: out of a total 
postJlblo of 100, For purposes of salary adju.stii^ent ther^c achieveu 
points for all admiuiatrators are rank-ordered (the hi^^hCBt to loweat) , 
and the Superintendent uses Diese values and relative rank-orders as 
the prir.iary determinants iu luahinf;, decisions about salary ci^tangcs, 
A EJalary change for an adminir^trator not con n)en3nrate \v\lth thotse rank^ 
orders taunt be aecorupanied by 5>trong rationale. 



6, 



TAULE 3 



I ' I : K [■• 0 ! ; ! r A i> c r : 0 r. J f : c T I V E s 

KVALUATION FORM 



POSITIOM ~- fionior Hi[;h School rriticlpal 



Colunn 1 


Coli.itTir' 2 


Column 3 


Column 4 


Perforuancc 
Objectives 


Ir}pj:ji[j:aiic-c 


Multiple 
Factor 
.(Col. 2+5) 


PC't'lTG: of 

A£Cora£_H filun c; n t 


1 


4 


.8 


2 


10 


2.0 


5 


3 


10 


2.0 


4 


4 


3 


.6 


2 


5 


2 


.4 


5 


6 


5 


10 


4 


7 




.8 


t 




4 


.8 


4 


9 


4 


.8 


3 


10 




.8 


5 


(More- OV joct ivc!-. 


Hay Ef; ].i!;i.ccl As 


Nended) 





Column 5 

Achieved 
Points 

3.2 
10.0 
8.0 
1.2 
2.0 
4.0 
4.0 
3.2 
2.4 

42.0 



KOTE: Labels for objectives represented by the various numbers are lifted below, 
. 1. PiU"£U]L J.nvoJ.vonanl 

3. Criterion Kef erenccd Achievement 

4. Kliniiration of R:u:lal and So: nincrin^i nation 

5. A.ltcrnati\ OS to Suspensions 

6. Difforontiation of Staff 
?. Staff Moi:al(? 

8. Sttrclont Morale 

9. Kxtra Ciirrioular Act j vxticfj 
10. Stfjff Insorvicc 

^. An AcVrJnJstrator frori 10 to J5 PorforriiancG Objectives. Kerardlcss of 
-muvt^cr 01 rei-ionxuicc Objectives the total of Coluir.n 2 c:.']ualb^ 50. 



To further clarify the procedure an example of an overall evaluation 
for an nienicntary Frincipal irj shown belo;v* In Table Note that 
the Sourccf5 of Ualiuf;s (Colutm 1) arc different an are the Af?sJf,ned 
Wcightv^^ (Column 2), which in turn generate new multiples in Colunm 3. 



TA1.\LK 4 

ADMINISTRATOR PERromXCi: PROFILE 



POSITION Eluircntary School Principal 



RATIKt;S 



Column 1 



Column 2 



Column 3 



Sources^ of Rat ing', 



Multiple 
Factor 

(Col ^A-^^"?) 



1. Asalstant Supcrintcnclent 

fur Building Aui;iiiilsi:ra ti :n 15 

2, Director of Elc:nentary 
Instruction 15 

3* Teachers 5 

4. Other Directors, Supervisora 

and /or Coordinators 6 

5, Resource people (i.e. , Instruc-- 
tlonal Specialist, Acadernic 
Specialira:, header of Student 
Services, etc • ) 5 



6, Self 



Performance Objectives 
Points Achieved 

TOTAL POINTS 



4 
50 



50 
100 



3.0 

3.0 
1*0 

1.2 



1*0 
.8 



Column 4 Column 5 
Overall 

Average Achieved 
Plating Points 



4,5 

4.0 
4.0 

4.5 



3.5 

3.0 



11.5 

12.0 
4.0 

5.4 



3.5 

2,4 

4078 



41.0 
81,8 



PLRCENT IKCRKA5}: OR DKCRFASE OF SALARY 



Ucclfu^iij f: 1 cat ion 



As stated above the only other reatjou for adjusting, salaries; Is occaGlonel 
rcclaf;slf ication bailed on period j.c Ptiulios oL" Ihc sjcopo and fvmction of 
various adninlstratj ve posiCjons» Thetic studies are conducted by a 
coruinittoe consJ.sting of a representative group of adniinivStrator^ and per^ 
sonnel in thx' ^iuper lute ndent ^ s office. Also, tlie Board of Education gives 
ultiTiiate approval to salary ranp,efi reflcctinj^ job scope and function. 

A sun^inary ol: each adiuinis*l:rator ' s perfornauce acccnipanied by any salary 
change ir, shared vi th tiio adialnir;trator in vnritteu form by tlie Superin- 
tendent. Tlilr. written suHi^ary foJlovs a conference including the adrain-- 
istrator, Superintendent and other appropriate personnel. At the yecon- 
davy level the conference participants inc]\ide tlie Principa] , Supcrin-- 
tendent, Director of Soccndnry Instruction (responsible for c^valuatin^^ the 
in.structional areas of tlie adninistrotor ' s perf ortnancc) and Assictant 
Superintendent for l>uildj.np, Adrrdnistration (responsible for evaluating; non*- 
instructional areas of the adiiini n t rat or ' s perf ormance) . At the elcvaentary 
Jevcl, the conf erence par':lcipra)ts include the Principal, Superintendent > 
Director of Kleii^entary Inctniction (rcr;ponsible for evnluatinf^ the instruc- 
tional areas of the adiaJni.straior perf ortnance) and Assistant Superin- 
tendent for tuiidin[» Adir.inistration (rcsponrnbie for evtiluating uoninstruc- 
tional arcao of the adialnii;trator *s performance) » Each As^dstant Principal 
is Kchteduled in a conference v/J.th the Princip.il and SuperiuLciulent » Other 
adninistrativc perfionnel are involved in a conference v;ith their fjUperor- 
dinate, Sviperintendent and otlier appropriate personnel, Primary factors 
for determining perfonnance and salary changes are as outlined above in thiC 
Administrator AccountabJ lity Salary Syt;teni, In all cases tlie final deterraina-- 
tlon regarding perf ornjance and rsaliiry ad justjoentt; is Tirade by the Superintendent » 
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APPENDIX A 



Rofcrcace Groups and/or Individuals 
Uatxug Occupants of AdninlGtrat: Lvc Posit lour. 



Er|c 
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ReforonGC Groupii and/ov IndivlcUials Ralir.fi Occupants of Admiuistriitive Positions 









ADMlMlSTriATORS WITHIN A DKPARTMHNT 




Principals 


1, 


Principals (when applicablci) 


2 . 


Directors 


2; 


Peers (Other personnel within 


3. 


Supervisor, Coordinator 




dcpartricmt) 




AsBlstant Suporintendants 


3. 


Superordinate (Imnie^^iato 




^ Self ^ • 




Supcrvlsojr) 




BOiird Moriborij 


A. 


Self 


7, 


Ad ini u i 5 1 r g t o tg \; i th i m d e p3 r tin cn ts 


5, 


Superintendent ' £1 Office (Appropriate 








Administrator) 




ASSISTANT supriUi- i^:*UjKirr 




PRINCIPALS 


i. 


PrincipaJs 


1 . 


Teacliers 


2. 




2. 


Directors 




Coord ruatorc wltliin dlvisiou 


3. 


Supervicsors and/or Coordinators 


3\ 






Assiji'tant Superintendont for 


A, 


Super lU ten diiut 




Buildinf; Adrainistration 


5. 


SelC 


5. 


IKiildlnp/ Adnlnistrntlvo Staff -- 


6. 


Por?:onneI within departments 




Hi^^Ji School, Junior High and 




of dJ vis^lon 




Elementary (1 , e Assistant Ptinci- 








pais, Deans cf Students > etc*) 






6, 


Rcfjource People (i»e*i Instructional 








Specialists, Academic 3peclali?;ts, 








Leaders of Student Scrvicesi etc*) 






7. 


Self 




DIRKCTOIl, SDPKRVJJKn? ANi) 












ASSISTANT PRINCIPALS 


1. 


Princj pal <s (when ap])lic:abla) 


1. 


Teacliers 


2- 


Peers (Otlicr Director, Supervisor^ 


2. 


Principals 




Coordiuators) 


3, 


Superintendent's Office (Appropriate 


3. 


Super intendent * s Of f ice. (Appropriate 




Administrator) 




Adininlstrator) 


A. 


Self 


A. 


Self 


5. 


RcGOurco I'eople (I.e., Instructional 


5. 


Personnel v^ithJardcpcQrtntnt 




Specialists, Acadcn.ic SpccJalist.s> 








Loaders of Student Services, etc.) 



OTlUiR AOMINISTIV^TIVH POSITIOriS 

For tho^e ad^inistrat ive positions not addros£;od in the pro- 
Vioua pi-ir,cr., the reference group and/or individual's with whom 
t\\o. adiiini strator cones in contact will be idontlfied and 
serve as the rating sources for the adminivS trator » 
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APPENDIX B 
Administrator Imf;c Qucsulonnairc 



13. 



m 



14.. Dogs ho. treat: staff inembers in an unbiased, and ininartiol 

manner ? ' 3 ''^ 3 

::15«. Does he" crecJte a feeling of unity and enthusiasm mnong 

those in contnct with iurn? . ^ i 2 3 

.16, Does he demonstrate a sense of humor at iappropriate times? 1 2 3 
I'/n Docs lie make effeetive decisions? 1 2 3 

18. .Does ho offeictively evaluate prc^^^rairis ^ proctlces^ and 

peraoiine i ? . 12 3 

19. Does he coordinaiie the efforts of Lhosc respoi^sible to him 

so th.'nt tlic organi^at: .-n operritcs at peak efficiency? 12 3 

20, Is he conscious of the problems th.nt exist on your level? 1 2 3 

21, Docs h.e uiaintcH.n control of h.is emotions when things nre 

lot going riglvt? ■ 123 

22, Does .he demons tr^-j to leadership which results in meeting 

import:ont ^^onls and objectives? 12 3 

23. Arc his grocming nnd ottirc appropriate? 1 2 3 

. 24a,.: Are his. communicntions properly . v7rltten and do-thoy ^ 
ciccurctc.ly express his thoughts nnd'iclens? 12 3 

25. ■ 'Does he support: the policies, procedures, and philosophy 

; .■ " \ of :the ' superintendent 's: o£f^^ ' X 2 3 

26/ Docs iK-'crente :nn^^ o building :(or department) 

;\vrh:i ch ; is :condudive to effectively meeting' goals and 
\: oh] Qcti^Jon■l : : ; . ■ 1 ■■ '"■■^ ■"■■■3''" 

'27. Does ; he prcntc ci sense of tru^^tTOrthiness when interectinc 

.with hiin? j 2 3 

If -you wish, pleose list bcl(.^w one or more weaknesses of tiiis adminis tro tot; 



If : y;oxi wishj pleose „lis i: below ; one or more strengths of this :idminis tr::i tor . 



ADMINISIilATOi; IMAGE QIJ1:::^TX0NNAIRE 

■ - 

Pleaf.;e rv::ipo.d lo the lo j .r- qua:;i:ions honcKuiy and frankly in reference to the 
adminicjLr^tov beiiv- r:^t:..cl.. Dr, not giv- vour n^^ne; nil rc<jponses arc cmonymous.. A . 
Keither the --d^riini t:-.:7(:ur ahout: vW^c^n f^iose questions ^^re asked nor anyone" else ' will; 
ever bo ^ible 1:0 OL;socl/:to your rccyjonsc^:^ with you^. . - 

Iiv.inedl^^tGiy aiter con^pletion, your respon^jes^, along with the responses of others^ \ 
from your group j will be onaly:>ed, maoe profiles representing hov? your rjdrriiriis-" 
trator is perceived aiong severai dimensions by yonr j_^roup will then^ie ' piven to " ' 
him^ • . ^ 

Fill in the blank i;hich represents your reaction to each question on tlie occcninany-- 
i4!£^J2£S::£}L.MlH^.£ ;• ^rZ^^i-'l^lL the ~^ " • 
?]l^Ll:li^- i^:>llov i-Zhe div^-ctions as specified on the answer sheet. Be sure to^flil in ' 
only cnc bl^nk for each quescionc IlllS^^S^l^LSsJ^^ on th.e 

answer sheet; no other inf oriiuitton is "required^^^xccpt your 'response^c 

Il^'J^,!2ILhm.jy^^ ^ USE AlvSWER^ SHEET 

1 - Hever 3 = .ScuicCiines 5 Mw^ivi? « . ■■■ 

2 = Seidcn^ 4 - ihjiu.'illv " P ^ • 

U O t-1 : r>. 

e; CJ (x/ rj 



> r-i e D*: 

T^HA^l" IS YOUR OPI^^IOIT COi:CL:iMIKG THIS ADMINISTRATOR^ S BEHAvIOIl: ^ ^ S] 

• 1, Does he exprej>s hi.s idOcis Enioothly snd :^r ticul;^teiy?' ' 12 3 : 4 ^ 5 

. 2^ l8_:he petient, vinderj^tanding^ considerate j : and courteous? . : ■ 1 ■ 2- .3^^^^ 4 :"^ 5 

5« Docs he sho^^ inJ;ere;.t and enthusiasm^ tow^^rd his N-york?^^^: ■ ; I 

r .4*;.: Boesv be denionvyv^^-nte . s thorough knowledge: and understand- : :; : ■ ^-^^^^^^^^^^^ ' ' ■ 

ing. of schaoL:-adininis^;rution?" : ■ ■ - -V^.' •-•::1' -'''^g"-" -^^ v4.-- ■"•■-'5-- 

5. Door^ he dC:i;oni?tr::tc the lnitir:itxve' ;and^pGrt3iGten 

necJtid' to cjccor.ipli^vh gon^l?; :AVd qb jcctives?^^^^^ ^ ■ " I ' '5 

6* Locs jio si;p};o:;t 1:ho^o responsible .to him^^ ' V ' ; A : . 3; ^ 2: A 3 ':.A 4 

: :7„ - Docs ho adjucU; r^rpidly to chingeu in .plauJi or prbcodurcG? ' I ^ 2 3 - :-.;:4-^^^^^ .5> 

8* Dotis he •funci:i.on off ec trively undci: pressure? 1 2 3 ' 4 5 

9n Doo^; he consider divergent vicw;^? 1, 2 3 • "4; ^-'s 

,10« i)oe:-j he eru:ou7;::;;;e s toff n^ei;ibcri;; 'co raise question:? and ■ A ' 

e::prers opinion^-:? , '.. , i 2 3 A-' - '5' 



11. Toes be. .'i::.ivA;n t;^^d::, ro r^f\-::cio^ri:i(i\l cnpoblc oC carrying 
tl'icn out? 

;l?,. Due? ;;":; :'hov: \; i J i i n;'.:iv to t.ry m.-v-/ t'r:'prv:;.^>ch:^s ei ' 



^:-'...AA:;'".:i^';':^ 

'.•■^■■;''i-"'-^-l!v f'-'A-'i^A 

. _ . ,,, ,., .^■:A■•■ AAAiA^;AA.'. 

13<. " naes -he .0 loiirly derinu nr.cl Arcnlinlh ^rh.-iar ii^ CKpticted of- , ■ ■■" : ' • 

^;tnJ:X vr.c •■.■/.; -i::A: • _ ■ : ; ' ^ , ; , ^ " '^i,: 2 ■ o. ' .4 / .'■.■;5.; 
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AclniiniHLratlou Ualiugs of Ui£;h Sc!\oo3. Prlucipn 

rroflle foi: Teacher Ratine-^ 
of High School Principal 
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Position—Senior High School Principal 
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Par en t. Invclvcmcnl: 

Norm Pvefcrcnif ad' Aclid cvcmcn t 

Cri{:crioa : l\cf crent:ed Ach;t e.vemGnt; . ■ . 

Elimin.-ition of K:!C i.ai and Sok DiscriminaCion 

AlL-crii.-iCivcri l:o SDspen.sions 

Dif f ercn'uiatiofi oi' Staff . ' ' 

Staff Morale 

S(;uc!c?u!: I-ioralc. 

K\l;rn Curr j.cii.Uir Activities;' 

SLnCf-.i;n-Sc;rvicc; 
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